The roles of public and private employment service agencies have been considered crucially important due to the increasing interest of employment services and policies since the Korean Currency Crisis. Eventually, the roles of a manager and a follower of employment service agencies have been of greater importance. In this study, several means concerning the improvement in organizational performances are suggested by studying the leadership's influence of a team leader in employment service agency over the organizational commitment of the followers. In addition to this, influential factors exerted to the organizational performances in an employment service agency have been analysed by the justice awareness between the two groups -team leaders and followers. The analytic results have shown that the transactional leadership has nothing to do with the organizational commitment whereas the transformational leadership has the positive influence over the organizational commitment. However, the leadership of a leader surely influences both distributional and procedural justice. With these facts, it has been proven that these justice have also influenced on the organizational committment. Throughout the process, it has been identified that the distributional justice has more impact on the organizational commitment rather than on the procedural justice.
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Raising Issue and the Purpose of Study 1.1 Purpose and Background
Recently, with the rise of interest in leadership, the study of this field is in very active progress. Leadership is developed when a leader has interests on the followers, willing to guide them in career planning and/or tasks. In many previous studies, it is stated that the leadership has connections with growing organizational performances.
However, it can be seen that the credibility or the justice awareness of the follower is recognized in the process of receiving and it plays much more important role rather than the leadership influencing on organizational performance or organizational effectiveness directly.
Therefore, this study attempts to analyse the relationship of leadership and organizational performance, and the influential relation of the justice awareness in this matter.
In this research, the leadership which is recognized by the followers is divided into two parts -the transformational leadership and the transactional leadership.
Then both leadership are used to analyse the influential relation to the effectiveness of an organization by the organizational commitment. By dividing the justice awareness into the distributional justice and the procedural justice as influential variables, the influential relations are examined.
This work will expand on the studies of leadership which the previous studies have dealt in the areas of the justice awareness variables such as distributional and procedural justice. Also, on the basis of this analysis, drawing up a plan for encouraging the leadership of team leaders in the employment service agency, is the main purpose of this study.
Compositions and Methods
To achieve the purpose of this study, the bibliographic studies were carried out into leadership and organizational performance, and justice awareness. Then the empirical analysis of workers in the public and private sectors of employment service agencies were done. 
Theoretical Background

Transactional Leadership and Transformational Leadership
The first study of transactional leadership and transformational leadership has been conducted by Burns(1978) . Since then, Bass(1985) has developed details to the concept and built up an empirical foundation.
Burns (1978) level of consciousness to cope with changes, and to give motivations for a fundamental change. Hence, Bass(1985) thinks that the transformational leadership is appliable to a society with many changes, especially in a crisis situation. In general, the transformational leadership consists of charisma, inspirational motivation, individual consideration, and intellectual stimulation. Charisma is for leaders to offer vision to impress the followers in order to trust leader's strong confidence and decision.
Inspirational motivation indicates leader's high expectation to followers, and motivates to do one's best to realize shared vision. Individual consideration has a deep relation with the compliment and recognition for better
subordinates, giving individual instruction and advices.
The leader act as a mentor to those who need to grow and develop. Intellectual stimulation is to encourage and assist for subordinates to solve the problems with active and creative thinking. In this study, the discussion about the transformational leadership will spread out by classifying charisma, individual consideration, intellectual stimulations according to the study of Bass(1996) , excluding the inspirational motivation. 
Organizational Commitment
A Study on the Justice Awareness
Adams ( 
Model and Hypothesis
Model
This study is based on the theory already examined in the previous study and has tried to find transactional and transformational leadership influencing on the organizational commitment through the distributional justice and the procedural justice.
To achieve this, the model of the study has assigned transactional leadership as an independent variable, and has divided into the management by exception and contingent rewards. Transformational leadership is categorized into intellectual stimulation, charisma and individual consideration (Bass, 1995 
Hypothesis
On the basis of the theory already examined in the previous study, the hypothesis are made to achieve the objectives of this study. [ Table 1 ] Demographic characteristics of sample (n=246)
Questionnaire and Method of Analysis
The questionnaire used in this study was formed into four parts such as leadership, justice awareness, 
Verification of Validity and Reliability of the Questionnaire
First of all, exploratory factor analysis was conducted for the verification of validity of this study. In each case, if the loaded scale of factors in constructional concept was above 0.5, it was regarded as valid. Then, five factors were abstracted from the principal component analysis and varimax rotation.
[ Through the process, two factors had been eliminated in the transactional leadership, which then was reduced to three. So three items of transactional and seven items of transformational leadership were conducted. In the area of the justice awareness, four items in the distributional justice, six items of procedural justice and ten items in the organizational commitment. Total of 30 items were analysed by factors and the result showed above 0.5 level in the loaded scale of factors. Moreover, the number of factors resulting in the value of Eigenvalue exceeding 1 appeared to be five items and accounted for 78% of variance. Therefore, the conceptual validity was explained.
These factors had KMO measurement of 0.965. Also, compositional screening measurement by Bartlett was 7982.707 and signified at the degree of p<.001. Therefore, the selection of variable for factor analysis and the model of analysis proved to be appropriate. For the measurement of reliability, the value of Cronbach's Alpha which concerned the internal consistency reliability was measured. Cronbach's Alpha value showed above 0.8, so the validity and reliability were secured in general.
[ After exploratory factor analysis, for the appraisal of suitability in compositional relation, affirmative factor analyses were conducted. Table 3 [ Analytical results of models showed that hypothesis 1 Thirdly, the distributional justice turned out to have more effect on the commitment of followers rather than on the procedural justice. Currently, many of employment service agency think that the distributional justice in the job assignment and payment are more important rather than the procedural justice, so particular justice is needed. Therefore, there are suggestions for the leaders at employment service agency to participate actively in appropriate job assigning and job rotations.
Lastly, there were some insufficient circumstanced factors which gave a limitation to this study. First was not having a through comparison of the public and private employment service agencies due to lack of sampling from the private agencies, which are very rare in this society. Another factor was that even though there was time difference between the leader's leadership and the organizational commitment of subordinates, the research was depended on cross sectional data at one time.
Complementing these limitations, we look forward for more sophisticated study in the future.
